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Introduction

I find myself in agreement with McNeal (2003) when he states that Americans are suffering from a lack of leadership.  This leadership vacuum poses more than a challenge.  It threatens our continued existence as a society.  A close look around the world seems to indicate that McNeal is right.  Whether it is in the political world, business world, marketplace, financial world or the spiritual world, it looks as if there is a big leadership vacuum to be filled.  No one can deny the importance and impact of leadership in life, whether it’d be in personal or professional life. Leadership is one of the most important pillars of any organizations or a country.  It provides clarity and direction.  Without it success seems to be difficult not to say impossible. 

Leadership is one of the hardest discipline to define, because there is almost as many definitions as there are scholars approaching it. This is due to the fact there each leader has his own style and perspective, also his own definition that suits his understanding of leadership. it means different thing for different people. In fact, in the past 50 years, we have seen a great explosion of styles, and theories coming to existence more than 65 theories that are trying to define what leadership is all about and what qualities should characterize a true leader. (Fleishman et al., 1991). 
But, it is also a reality that each definition comes with a style, a model that has helped many good leaders and organizations to achieve great things. This paper will be an in-depth analysis of two of the most attractive and significant styles of leadership that are very appealing scholars. These are: the transformational leadership theory that emphasizes the sense of mission and pushes followers to grow, stimulates them intellectually, motivates to reach the highest performance and to influences them through charismatic ability. And the contingency leadership theory that forces the organizations to analyze carefully the context or the situation before they can match it with the best fit leader that will not fail to handle it effectively.  
At the end of the paper I will present the biblical perspective of leadership, which is servant leadership. Servant leadership theory makes the leader a servant first and then a leader; who places the leader as the first among the equals and builds the followers to be servants and to support each other so they all can achieve high performance. I will present the foundational and philosophical assumptions and principles of each theory, as well as their strength and weakness. 
Overview of Transformational Leadership Theory
[bookmark: _GoBack]Transformational leadership was first introduced on the scene of leadership theories by McGregor Burns in 1978 (Mindtools, 2016). This theory came as a revolution in the field of organizational leadership, to solve the problem of inefficiency, void, frustration and failure that were characteristic of the leaders in the past. So, there was a need for a new vision, new way of thinking about the work environment, the relationship between the leader and those whom he leads and a necessity for greater effectiveness and performance. It was further developed by Bass (1985) who conceptualized it and established its principles. This is a style which demands that leaders literally place on a high pedestal his follower’s interests, and their need for growth first. He must create in them a high sense of self-awareness, an untamable motivation for personal growth. He also helps them value and accept the mission and the goals of their organization by prioritizing the collective interests over self-interests (Bass, 1998).
Overview of the Contingency Leadership Theory
The contingency theory of leadership was first proposed by Fiedler (1964), with the primary objective to introduce leaders to a new way leadership should be practiced in an organizational structure for the greatest impact. It is the aftermath of Fielder’s studies of what makes a leader more effective in different situations and what approach they adopt in each context by diving deeper in their style of governance (Fielder, 1967). The limitations of what approach Leadership used to adopt previously to determine managerial success and its culture thus far to relate this success to the Leaders’ personal skills and innate traits is what prompted many to consider this new style of leadership (Vroom and Jago, 2007). 
It came to solve the limitations of the traits theory of leadership to rise above all situations and be effective every time. The contingency emphasizes that one size does not fit it all. One person can be great in one situation and overwhelmed by another. It takes more than traits and behavior to cope up with in organization, it takes a lot more than just innate skills and physical characteristics for a leader to be successful and effective in some contingencies. It takes the right leader that ought to be chosen as the result of an in-depth analysis and an intelligent study of the situation at hand and that matches better the problem and the vision targeted.  
That is what prompted Fiedler to come up with this new theory that would go beyond the behavioral, the traits theory to extend it to the contingency theory of leadership that believes the leader should be able to address the situations as they occur. Therefore, He must be considered in conjunction to the situation not because of his apparent characteristics. Thus, was born the contingency theory which tries to assign leaders to situations that better fit their leadership style (Fiedler and Chemers, 1974).
Foundational and Philosophical Assumptions of Transformational Theory
Transformational leadership theory explains the special bond that must exist between the Leaders and their followers (Bass, 1978; House, 1977 and Bass 1985); a relationship so unique that it opens doors to gigantic achievements and qualitative performance that satisfy all the different components of the organization. According to Bass and Avolio (1994), the transformational leader makes it his goal to build up his followers so well that he no longer needs to worry about the future of the organization, because he knows that his team members are able if need be, to grab the stake and continue the race and run the organization to perfection like he would do himself. 
He trains and develops them adequately enough for them to learn to be confident in their ability and walk in his shoes with great professionalism. (Yammarino et al, 1994). (1) He creates a vision that inspires his follower and gives them a compelling reason to follow him and to support the organization purpose and future. (2) He Motivates his people to buy into his vision by creating a mission statement that will help the followers to stick to their cores values. (3) He makes sure to cast the vision well enough for the followers to make it their own. (4) He also builds a stronger team that support each other, by encouraging them into developing good relationships among themselves, relationship that are based on trust and mutual care.
 	It means to surpass far more the leaders’ desire to satisfy the right-now needs of his followers, to spoil them with rewards which distract them from his most elevated goal for them. He must usher them into administrative maturity, self-confidence, self-awareness, and a growth that moves them from the poison of egoistic vision and the spirit of quid pro quo to being galvanized by the spirit of performance beyond organizational standards. (Graen and Scandura,1987). 
For Salanova, (2008), the transformational leader knows how to make his followers share a common goal and achieve great performance through team work for the benefits of the organization. This style of leadership according to (Bass & Avolio, 1994; Cruz-Ortiz, Salanova, & Martínez, 2013; Llorens, Salanova, & Losilla, 2009; Nielsen, 2014), describes the Job of its leaders as: (1) Satisfying the needs of his team workers through proper management. (2) Help turn the contribution of his colleagues into organizational performance. (3) Being able to identify what the real needs of their team members are, and (4) See the leaders as one of the team-members in his work and achievements.
This theory of leadership assumes that to be a Hero, a leader must be guided by a tridimensional and intertwined set of goals made of multiple panels and tested at a communal level (Salanova et al., 2005). (1) He must provide valuables resources, a culture that determines the health of the organization, facilitates solid structure and the smooth management of the work to perform. (2) He must promote and encourage healthy employees and teamwork, build trust in the organization and obtain employees’ commitment to the company and (3) He must assure healthy outcomes as it pertains to high performance, and create a social environment in the company.  (Salanaova et al, 2012). 
In fact, researches demonstrate that when a leader is determined to provide a company with good resources, and practices that will make success the culture of the organization, it will result in the employees’ well-being whom consequently will come to trust the company more and more and engage in team work. (Acosta et al, 2011). It will also enhance the company performance, the quality of service and the commitment of its customers. ((Hernández, Llorens, & Rodríguez, 2014). 
To reach its goals this theory will map out his journey through a set of pathways which are their core values or the principles for their success. There are 4 major principles.  (1) idealized influence through high level of charismatic persona, (2) inspirational motivation, (3) individualized consideration and (4) intellectual stimulation. (Bass and Avolio, 1990, 2000). These are the characteristics of the leader’s behaviors associated with effectiveness and high performance. 
So, the transformational Leader is a model of integrity and fairness who has high expectations for which he sets clear goals and encourages others to reach. But to do so, he provides moral and emotional support and recognition, to people whom he dares to look beyond their self-interest. (Mindtool, 2016).
Philosophical and foundational Assumptions of Contingency Theory
 	The Contingency theory focuses on relationship according to Kim and Yukl (1995). Its philosophical assumptions stipulate that the leader’s relationship with his employees should be flexible enough to adapt to the changing environment (Cancel et al, 1997.) Fiedler’s thorough analysis of several good leaders allows him to determine which style of leadership was more effective in each circumstance. This theory is axed on two main components: Task and relationship (Yun et al., 2006). 
The contingency theory believes also that Leadership is synonymous to flexibility, in other words, it is exclusively about coping up with every situation no matter how unpredictable it is as the leader is compelled to proving his ability to adapt his styles into reaching his organization core values and goals. That is the Job of the task motivated Leader as opposed to the relational leader that emphasizes and prioritizing bridging the workers and tight them up in a more solid interpersonal relationship. (Yun et al., 2006).  
           According to (Crosson et al., 2008), cited by (Waters, 2013) this theory promotes vehemently the dynamics of leader-Member-Exchange. For he believes that all good organizations will need it to operate in an ambiance of peace and mutual support. This atmosphere favors trust and allegiance that followers claim before they can vow commitment to their leader. Thus, that kind of Leader member exchange (LMX) is extremely important to that style of leadership. When it is well established, the skillful leader feels more at ease to assign tasks that are clearly stated and well defined contrary to the position of power said (Waters, 2013; Bradshaw, 2009) that devotes itself to measure the amount of power a leader manages to reward or reprehend a worker under his leadership.
Waters (2013) states that the contingency model describes leaders as task-motivated or relationship motivated. The first one prioritizes the reaching of the organizational goals and expectations. To assure success, He analyses the context and motivates the workers accordingly. On the other, the relationship based leaders are excellent at connecting the workers / employees to create among them the idea of interdependency for encouragement, support, motivation and accountability to achieve success. They uphold lasting relationships within the body of workers or organizations (Yun et al., 2006). 
This was inspired by the Fiedler's least preferred coworker (LPC) scale. Since this theory bases all its predictions about leadership effectiveness on an individual's orientation, it can easily tell who is going to be successful in such and such situation and who is not. However, the more important philosophical assumption that it points out is that leaders will not be successful in all contexts. Therefore, it all depends on the situation, the leader’s orientation and most significantly on how much the situation matches or diverges with the leader’s orientation to know if he will be doing an excellent job or if we will fail. (Kriger and Seng, 2005).
Strengths and Weaknesses of Transformational Leadership Theory
One of the strengths of the Transformational model is that contrary to some other theories, it seems to be more universal, and will work better in a more empowered dynamic culture. This comes with the philosophical assumption that the leader is more motivated by his mission to lead his organization and help it outlive the challenges that will come from the outside. (Copeland, 2016).  
It is more macro-focused, while the growth and development of the followers are secondary if that does not serve the leader’s mission and success. It works more in a highly challenging context which requires crucial decision making process and constant changes. It keeps up well with competition and challenges. It is more innovative, more empowering and more receptive to changes (Copeland, 2016). 
However, that does not work all the time because not all organization have to faces outside challenges (Andersen, 2015). Therefore, this style will not work in a low-dynamics situation. Where what matter may be to cultivate more relationship among the followers and to enhance the LMX. However, because the transformational leader is too mission oriented and success driven, he may overlook that aspect. 
Strengths and Weaknesses of The Contingency Theory
The contingency theory has validated itself as a realizable and effective style of leadership. It compels the scholars to admit that all leaders don’t succeed in all circumstances. It forces them to determine first the leader’s orientation and style in the organizational structure in order to match him with the most appropriate situation, if they don’t want him to fail. Because  applying the wrong to an acute situation that differs completely from the leader’s matching style can create a total chaos and can impede considerably his effectiveness. Before then, they used to look at traits and behaviors in a leader whom they would think sometimes even overqualified for a job (Vroom and Jago, 2007). 
But, with the birth of the contingency theory, choosing a leader has become more intelligent and more scientific. Because now the scholars can all agree that some situations do affect the leader’s effectiveness if he does not have the proper preparation for it (Taormina, 2008). Therefore, wisdom would oblige to follow this saying: the real man at the right place and stop expecting any leader to be a hero in all situations (Finkelstein et al., 2008). 
However. with all its scientific and intelligent, it still can’t explain why certain leaders with certain skills are still failing in certain contingencies. (Fry and Kriger, 2009). Even though Fiedler has tries hard to explain it through the orientation, Avolio et al (2009) has found this explanation too simplistic and insufficient to validate the theory all the way. Also, the weakness of this theory can be found in the measurement score of the leader preferred co-workers, because depending on the orientation of the leader, he can be very reticent to work with so and so whom he thinks is on his way. (Miller et al, 2004) 
Biblical Perspective of leadership/ Servant Leadership Theory
The concept of Servant leadership that most organizations espoused recently has its origin more than two thousand years ago in the life and ministry of Jesus Christ.  While his disciples were always fighting for power, position and prestige to a point of not willing to serve one another, Jesus stepped in and made the following statements “The kings of the Gentiles exercise lordship over them, and those in authority over them are called benefactors. But not so with you. Rather, let the greatest among you become as the youngest, and the leader as one who serves.” (Luke 22:25–26).  He invites his followers to a life of service.  He not only tells them what servant leadership is all about, He exemplifies it in his life when He said , I have come to serve and not to be served (Mark 10:45).  He then stooped down and watched their feet (John 13:1-13).  This is a perfect example of servant leadership.
Servant leadership at its core has five basic principles or characteristics. A servant leader first seeks the glory of his master. He sacrificially seeks the highest joy of those he serves. He also will forgo his rights rather than obscure the gospel.  A servant leader is not preoccupied with visibility and recognition.  And he finally anticipates and graciously accepts the time of his decrease. As stated by White (1899) It would be well if those occupying positions of trust in our institutions would remember that they are to be representatives of Jesus. True goodness, holiness, love, compassion for tempted souls must be revealed in their lives.
Servant Leadership as a new field of study is known by most of organizations today as one of the most promising model for leadership effectiveness. One of the prodigious leadership theories with the capability to develop dedicated followers and workers which will results in the creation of a positive organizational culture deemed fully social and responsible (Van Dierendonck, 2011).  This theory is deeply rooted and conceptualized in the literature of Greenleaf (1977), a then high rank executive officer at AT&T. 
However, the concept will not be introduced to a larger organizational structure up until Burns (1978). Greenleaf realizes that the traditional, hierarchical pyramid of leadership in most organization, does not work efficiently, defies all possibilities for high performance and produced no significant results at all, because they suggest that the followers only value was to support or to elevate their leaders at their own dissatisfaction. They were at the bottom of the ladder, being used at platform for leaders to shine. Therefore, did not see themselves in the organization structure as a key player. 
Consequently, they disengage most of time in promoting the vision, goals and achievements of their company. So, He proposes a first-among-equals structure which is key to servant leadership (Washington, et al 2014) in which he places the leader at the bottom of the pyramid to form the foundation from which all success spring. This new model presents a new powerful strategy in which people no longer see the leader first as the genius that must receive all the acknowledgement, but the employees that will be recognized as instrumental to that success as they shared it with their leader (Washington, et al 2014).
Philosophical / foundational Assumptions of Servant Leadership
The empirical foundation of this theory is the need to distant one’s self from the patriarchal system built on the traditional or hierarchical pyramidal system of leadership (Crippen, 2005; Nwogu, 2004). Servant leadership believes in lifting the followers and prioritizing their well-being over the leader’s self-interest and greatness. It is conceived and built after the model of Jesus-Christ, the great Jewish leader who declared in holy scriptures: I have come not to be served but to serve (Marc, 10:45).
 	He laid down the foundation of this theory centuries ago when he said that whoever wants to be great among you let him be your servant (Matthew 20: 26) and the first shall be the last and the last shall be first. (Matthew 20:16) Copying this style, the servant is leading from the motive and the spirit of egalitarianism which means that he/she doesn’t feel superior or any better than those who are under his/her leadership. Jesus in the last super he had with his disciples washed their feet himself to motivate them into humility and service. 
In the organization led by a servant everybody has the same right of service, information and respect. It assumes that the leader is first among the equals So, the leader is first a servant. That is why servant leadership refocus the lens of interest by moving it away from the leader’s focal position in the team and placing it right on the followers whom deserve support and acknowledgement without expectation of any recognition. (Smith et al., 2004). To quote Tutsch (2010) the leader is no more or no less important than the follower. There is no hierarchal status or privilege of position attached to servant leadership.
This new theory has been very well established in the work of Greenleaf since 1978. However, it only gained momentum just recently. It seeks to value and develop the workers, to provide sound leadership to all, to practice and build authentic leaders in the future, by sharing the power with every single follower for the benefits and advancement of the organization and the costumers the company serves (Laub, 1999). Servant leadership promotes respect, vision, influence, modeling, trust, integrity, and delegation. (Stone et al, 2003) and highlights the followers. 
Greenleaf (1977) pictured that theory as one seeking to value human rights, justice and equity. Smith et al (2004), accentuates the valuing and mentoring of the people led while Graham (1991) based this theory on the foundational assumption of a charismatic style of leader that admonishes the leader to defines power as the merging of what followers believe in and the personality of the leader. Servant leaders create activities that are geared first towards the followers’ well-being, and therefore obtains influence over their followers naturally because they believe in the practice of servanthood (Russell & Stone, 2002); consequently, their followers just share the freedom of their leader to venture in what they think they are expert at doing.  
Strengths and Weaknesses of Servant Leadership Theory
Servant because of philosophical and foundational produce support and rely on values and value competence and efficiency which is instrumental to building trust and credibility among the followers as well as in the organization (Fairholm, 1997). Servant leadership facilitates relationship and good interaction between leaders and followers that who display genuine care for them and altruism (Batten, 1997) Sympathy and generosity. By helping their followers to grow servants leaders motivate them to develop themselves and to commit themselves to share the organizational goal and vision (Spears, 1998). Servant leadership creates a platform for the leader to show integrity trust and honesty that foster allegiance in the followers for their leader and convince them to follow him enthusiastically
However, in showing too much care and focusing too much on the followers and less on the leader, this theory can send the wrong message and create ground for the leader to become too democratic. He may become a leader who practices  the laisser-faire style of leadership where everybody is his own boss and where there is no more accountability. Secondly It can be difficult to enforce order and discipline in the work environment when everybody thinks they are leaders because too much power is shared with no boundary. There must be at some point a line of authority drawn between the leader and his followers.  
The Relevance of Servant Leadership to Me and to My Career.
Servant leadership is the most powerful theory for me personally. It helps refocus my professional and spiritual life; it reminds me of the real purpose of my life on earth. As a pathfinder, very early in life, I was taught to commit myself to serving my neighbor by performing every day a good deed, an act of kindness to someone in need. I have decided to become a servant leader, following the great servant leader, the one who modeled this theory in his personal life and ministry Jesus Christ. 
Servant leadership to me is based on humility, self-denial, and altruism, on helping people get better every day and practice the gospel of Jesus Christ who said that true love results in self-sacrifice for those whom you love.  Indeed, he showed it in his death on the cross. This is a theory that elevates people, that is instrumental to my professional career because it helps me to understand the importance of serving others.
To me servant leadership means to serve first and to lead second, it means to be there for people, to be authentic, genuine, and true to all. This theory has given great success where many have failed before and will help me develop better relationship with those under my leadership. This theory teaches me to be at the bottom of the ladder and to put the spotlight more on my followers, to empower them though delegation to serve their customers as they would want to be served one day. I think there is no other theory that can compete with servant leadership even though sometimes it might be necessary to apply contingency and transformational based on the circumstance. 
Therefore, even though at time, I do see myself practicing transformational leadership, I do believe that the best leadership theory for me now and for my career, is the servant leadership, the one that Jesus portrayed himself and invited us to follow. For a good leader must first learn to be a good follower. 
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